Abstract
Organizational performance is a general construct which refers to the quality of organizational operation. The most famous definition for performance was provided by Nili et al (2002) : ""the process of specification of the quality of effectiveness and efficiency of previous actions". According to this definition, performance is divided into two elements: 1. Efficiency, which describes the quality of organizational use of resources in production of services or products, i.e. relationship between real and expected combination of inputs for production of specified outputs and 2. Effectiveness, which describes the degree to which organizational goals have been fulfilledThese targets are usually in the form of consistency (compatibility between outputs and customers' needs), accessibility (aspects like frequency, priority and physical distance) and quality (degree of implementation of necessary standards) (Dollery and Worthington, 2004) . Molin (2007) emphasized on value of performance measurement in his definition: "evaluation of the quality of management of organizations and their values for customers and benefits" (as quoted from Amartunga, 2003) . In addition, as Nili states (2005), value creation for beneficiaries plays an important role in organizational success. Undoubtedly, managers need to know how their key beneficiaries perceive them and this helps them with measuring beneficiaries perceptions in definition of performance. One of the dimensions of organizational performance promotion is knowledge management. Knowledge management does not simply refer to management of knowledge but it deals mainly with management and creation of common culture which improves sharing, application and creation of knowledge and improves organizational performance (Ramezani, 2004) . Knowledge sharing is a complex but valuable activity and is the foundation of many knowledge management strategies. Knowledge management has received a lot of attention in Iranian and foreignorganizations within the past few years because it is one of the main way for competitive advantage (Lajevardi, 2007) . Another variable which influences promotion of organizational performance is organizational learning. Organizational learning is able to revive an organization. The following items can influence organizational learning: a) individual learning: learning in individual level, an individual's knowledge acquisition using mental and cognitive processes, understanding them, interpreting them, and doing experiences with them and regulation of their behaviors based on the results. Therefore, intuition and interpretation are individual events. An organization cannot have intuition and simultaneously interpret. Individuals have intuition under the name of organization and interpret. B) team learning: this refers to sharing one's knowledge in a team or group, interpreting with each other and acquiring a group conception (Downport, 2003) . Employees can do their duties well when they have necessary knowledge, skills and abilities and when they know organizational targets. Empowerment is a process which can help managers in this regard. Human resource is the main asset of any organization. Quality and empowerment of human resource is the main factor for organizational survival. Empowered human resource yields to empowered organization. From Drucker's viewpoint, economic growth relies on employees' empowerment. An empowered organization is an environment in which employees cooperate with each other in different groups. Employees' empowerment is the main attempt of managers in innovation, deconcentration and elimination of bureaucracy in organizations (Khanalizadeh et al, 2010) . Each factor which improves banks performance can have an important influence on economy and society. Considering the fact that organizational learning in a bank can help an organization with fulfillment of missions, the author tries to investigate relationship between dimensions of organizational performance promotion and employees' empowerment in branches of National Bank in Tonekabon City. We hope the results of the present research can be effective in recognizing the importance of this relationship.
Research Hypotheses 2.
1. There is a significant relationship between organizational learning and employees' empowerment. 2. There is a relationship between knowledge management and employees' empowerment. 3. There is a relationship between organizational performance and employees' empowerment.
Methodology

3.
Statistical population, sample, sampling method and estimation of sample size
Research methodology is descriptive correlation. Statistical population of the research included all employees of National Bank branches in Tonekabon City. 120 employees were selected by means of single-stage cluster sampling method.
Data collection instrument
1. Organizational performance promotion dimensions questionnaire: this questionnaire contains 35 questions and aims to investigate dimensions of organizational performance promotion (organizational learning, knowledge management and organizational performance). Validity of the questionnaire was verified by assistant professors and advisors. Reliability coefficient was equal to 0.89 by means of Cronbach's alpha. 2. Spiretzer's empowerment questionnaire: a questionnaire designed by Spritzer (1995) was used for measuring employees' empowerment. This questionnaire contains 4 subscales: significance, competency, autonomy and effectiveness. It contains 12 items and 3 items were considered for each subscale. The validity of the questionnaire was verified by experts. Cronbach's alpha for this questionnaire was equal to 0.86. In order to analyze data, indices like frequency, mean, standard deviation, graphs and tables were used in descriptive statistical analysis. In inferential statistics, Pearson correlation coefficient and multivariate regression analysis were used.
Findings
4.
Correlation and concurrent multiple regression method was used for investigation of the hypotheses. Regression is a statistical method which allows finding the score of an individual in a particular variable by means of the score of that individual in several other variables in case they are correlated. As correlation increases, the scores are closer to regression line and the prediction will be more exact.
Characteristics of descriptive statistics have been summarized in table 1. As it can be seen, mean value of empowerment variable is equal to 54.38 and its standard deviation is equal to 9.789. the greatest mean value belongs to organizational learning (43.95) and its standard deviation is equal to 10.489 and the lowest mean value belongs to knowledge management (34.23) and its standard deviation is equal to 7.826. We used the results of correlation coefficient test for investigation of the hypotheses. According to table 3, it can be seen that knowledge management enters the model in step 1 and this variable can predict 14% of the variance (R 2 =0.143).
Therefore, it can be concluded that knowledge management can predict independent variable. Therefore, regression equation can be generalized to the whole society.
The results of determination of coefficients of regression analysis and determination or significant prediction for independent variable and formulation of regression equation have been summarized in table 4. 
Conclusion and Discussion
5.
In the following sentences, we analyze the results of hypotheses tests.
3. first hypothesis states that there is a relationship between organizational learning and employees' empowerment.
The research results showed that the calculated correlation coefficient between organizational learning and employees' empowerment is significant in (p<0.01) level (r=0.333, P=0.000). this shows that there is a positive and significant relationship between organizational learning and employees' empowerment. In other words, as organizational learning increases, employees' empowerment is also increased. The results of the present research are consistent with the results of studiesconducted by Rahnavard (2008) , Afjeh and Miri (2009) , Kaffashi and HatamiNejad (2009) , Khanalizadeh et al (2010) , Moshabbaki et al (2012), Dihulan and Philips (2004) , Ergenli (2007) and Chand et al (2007) . The results showed that as organizational learning increases, the organization will be able to become more compatible with environment and thereby will be more successful. Employees' competencies for doing hard tasks increase and scientific base and power of the organization will be also improved. Undoubtedly, employees' empowerment will be improved as employees scientific levels increase. 4. the second hypothesis states that there is a relationship between knowledge management and employees' empowerment.
The results of the research showed that the calculated correlation coefficient between knowledge management and employees' empowerment is significant in (p<0.01) level (r=0.388, p=0.000). this shows that there is a significant and positive relationship between knowledge management and employees' empowerment. In other words, as knowledge management increases, employees' empowerment will be also increased.
The results of the present research are consistent with the results of Moshabbaki et al (2012), Damghanian et al (2013) , Asgari et al (2012 ), Nodarapati (2003 , Real et al (2006) and Chand et al (2007) . The results showed that knowledge management identifies and specifies intellectual properties and creates new knowledge outside an organization and facilitates access to information, sharing appropriate processes and access to information technology inside an organization and therefore helps employees with accessing to necessary knowledge when and where they need it and transfer the knowledge to their colleagues and manage their knowledge and this is the very empowerment. 5. the fourth hypothesis states that there is a relationship between organizational performance and employees' empowerment. The results showed that the calculated correlationcoefficient between organizational performance and employees' empowerment is significant in (p<0.01) level (r=0.356, P=0.000). this shows that there is a positive and significant relationship between organizational performance and employees' empowerment. In other words, employees' empowerment will increase if organizational performance increases.
The results of the present research in this hypothesis regard are consistent with the results of studies conducted by Afjeh and Miri (2009) The results showed that organizations can influence both organizational learning and management of organizational oblivion by adjusting physical assets, organizational structure, current affairs and regulations and changing customers' understanding. Therefore, they can improve their performances. As organizational performance is more effective, it increases effectiveness and efficiency. The immediate result of this is increasing employees' empowerment. That is to say, the employeetries to find correlation between employees and their group dependence instead of independence or dependence. Therefore, managers are proposed to provide employees with training, motivation, participatory management style, granting more freedom of action in occupational performance, emotional supports, and reduction in anxiety in work environment and opportunity for acquiring occupational skills which play important roles in increasing employees' empowerment. This will improve employees' empowerment.
